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Wellbeing Policy

I. Introduction

Saxilby with Ingleby Parish Council is committed to promoting and supporting the health,
safety, wellbeing and mental health of all employees. The Council recognises that positive
wellbeing contributes to a healthy, productive and supportive workplace and is committed to
fostering a culture of respect, openness and inclusion.

We understand the positive impact that healthy and engaged employees make to the success of
our organisation and that mental health will play a significant role in an employees’ state of mind.

We appreciate that individuals can experience periods - sometimes prolonged periods - of poor
mental health in the same way as with physical health. We commit to providing support for
employees going through mental health problems because we recognise such employees can
provide a substantial contribution to the success of this organisation.

For the purposes of this policy, the term ‘mental health problem’ includes mental health
conditions that have been diagnosed by a medical professional as well as signs of stress and
anxiety.

Scope added
[personnel
committee action]

2. Scope

This policy applies to all employees of Saxilby with Ingleby Parish Council and covers matters
relating to employee health, wellbeing and mental health in the workplace. It provides a
framework for supporting employees who may be experiencing difficulties affecting their
wellbeing, whether these arise from work or personal circumstances. The policy should be read
alongside the Council’s other relevant employment policies and procedures, including its
sickness absence, health and safety, equality, dignity at work and disciplinary procedures.

3. Legal Obligations

We understand that, as an organisation, we must comply with health and safety legislation. We
undertake to create a safe workplace in which we will actively take measures to limit risks to
mental health and wellbeing.

We also acknowledge our obligations under the Equality Act 2010 in respect of making
reasonable adjustments for employees suffering from a disability.

a. Manager Responsibilities

Where necessary, managers will invite the employee to regular private meetings and ask
them to talk openly about their mental health problems. The manager will not make
presumptions about how the mental health problem is impacting on the employee
personally and professionally. Initial action will include checking how the employee is
getting on at work, in the same manner as if the employee was suffering from a known
physical health problem.

In a more general sense, managers will strive to create an environment in which
employees feel capable of approaching their manager to discuss their mental health.
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b.

Employee Responsibilities

Any support required by the employee is likely to be known by the employee themselves.
We actively encourage employees to be open and honest about their mental health and to
inform their manager of any issues at an early opportunity to allow these to be addressed.
There is also an expectation on all employees to conduct themselves in a helpful and open-
minded manner towards colleagues who have mental health problems.

Behaviour which is deemed by us as being harassing or bullying in nature which is either a
contributory factor to an employee’s poor mental health, or is in reaction to the employee’s
current situation, is unacceptable and will be dealt with under our disciplinary procedure.

4. Wellbeing Plan

a.

Employee action plan

If a manager identifies a mental health issue, they will work alongside the employee to
create a personal action plan that provides for proactive management of their mental
health. This will support ongoing open communication between the manager and the
employee and will result in mutually agreed steps being set in place that can be monitored
on an ongoing basis.

The manager will ask the employee to draft the plan to ensure it meets their
requirements, with medical support as necessary, and then it will be set in place with
their manager. Any information in the plan, and the plan itself, will be kept confidential
and reviewed on an ongoing basis by both the employee and their manager-.

Workplace adjustments

We will endeavour to consider all reasonable workplace adjustments for any employee
who is suffering from a mental health problem to ensure their situation does not create
a barrier to actively contributing to the workplace. Once the adjustments are agreed,
they will be reviewed on an ongoing basis to ensure they are having the required effect.

Occupational health referral

With the employee’s consent, a referral will be made to an external occupational health
expert who will undertake an assessment on the employee’s current condition in order
to ascertain how we may provide appropriate support to the employee.

Managing absence and return to work

Where the employee is absent by reason of their mental health concerns, their manager
will communicate with the employee at regular intervals during their absence as agreed
with the employee. Our sickness absence policy will apply to the employee’s absence as
normal, subject to any reasonable adjustments in place for the employee.

Upon the employee’s return from absence, a return-to-work meeting will take place and

any return-to-work plan agreed between the manager and the employee to ensure
necessary steps can be taken to support the employee to remain in work.
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5. Confidentiality

Information concerning an employee’s mental health is classed as special category personal data
and will be processed in line with the Data Protection Act. This information will only be disclosed
to others where necessary. You may read more about the data we hold on you, why we hold it
and the lawful basis that applies in the employee privacy notice.

6. Training

In order to be able to provide valuable support to an employee suffering from poor mental
health, managers and other relevant members of staff will attend training in how to support
positive mental health and how to deal with poor mental health in employees, including how to
identify the signs of poor mental health in employees and how to take appropriate measures to
proactively deal with it. Training will also include the taking of swift and appropriate action to
discover whether the cause of the concern is work-related.

7. Employee Assistance Programme

We would like to remind employees that, if you have any worries or concerns about any aspect
of your situation, you have access to a confidential 24-hour telephone counselling service on
0800 047 4097.

As part of our Employee Assistance Programme, you also have access to an online wellbeing
tool, Wisdom Al, which you can use to find fast answers to any wellbeing questions you have.
You can access Wisdom Al at any time via the Health Assured portal. The link in the menu bar
will take you directly to the Wisdom Al homepage, where you can ask your question. More
details of this service are available from your manager-.

Councillor section
added [personnel

8. Councillor Wellbeing and Support committee actionl
The Council recognises that elected councillors may also experience pressures and challenges
arising from their role, including the demands of public service, community engagement, and
working alongside other councillors, officers and members of the public.

While councillors are not employees of the Council and the employment provisions of this
policy do not apply to them, the Council is committed to supporting the wellbeing of its
councillors wherever reasonably practicable.

Councillors have access to the Council’s Employee Assistance Programme and may use the
confidential support services available through the programme, including the 24-hour
counselling service and online wellbeing resources. Details of how to access these services are
provided during the councillor induction process.

Councillors are encouraged to raise any concerns about their wellbeing, workload, or the
impact of their Council duties with the Chair of the Council or Clerk, as appropriate. Any
concerns will be treated sensitively and, where appropriate, signposting provided to suitable
sources of support.

The Council recognises the importance of maintaining healthy boundaries between Council

duties and personal life and will seek, where reasonably practicable, to support arrangements
that enable councillors to balance their Council responsibilities with other commitments.
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9. Homeworking and Remote Working added [personnel committee action]

Homework & remote working section

The Council recognises that homeworking and remote working can provide flexibility and
support a positive work-life balance, but also recognises that working away from colleagues
and the normal workplace can present additional wellbeing considerations.

Where homeworking or remote working forms part of an employee’s agreed working
arrangements, the Council will seek to support employees to maintain healthy working
practices and appropriate boundaries between work and home life.

Employees working from home or remotely should, where practicable:

Maintain regular contact with their manager and colleagues

Take appropriate breaks during the working day

Avoid working excessive hours and maintain their agreed working hours

Have a suitable and safe working environment

Raise any concerns about workload, isolation, working arrangements or their wellbeing
with their manager at an early stage and

Make appropriate use of annual leave and other opportunities to take a break from
work

Managers will maintain appropriate contact with employees who work remotely and will
consider whether working arrangements are having any impact on an employee’s wellbeing.
Where concerns arise, the Council will consider whether adjustments to working
arrangements or additional support may be appropriate.
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Appendix |: Employment Assistance Programme Information

EAP poster added at
end in appendix h

Your Assistance [ <
P rog rc m m e Your Assistance Programme

It's not easy to balance the pressure of work, home life, and any
other personal issues that you may be experiencing. Health Assured
A 24/7 helpline from Health Assured. Wellbeing
and mental health support to get you through

provides support and guidance for you and your immediate family. *

L a o a5
life’s issues, problems, and worries. What can | use this service for?
& Family é Financial Legal
issues information information
Medical Relationship Housing
information advice concerns
Alcohal or Childcare Stress &
drug issues support anxiety
Low Domestic
Consumer Tox
9 issues @ information o zamazni

24/7 confidential support

Your call will be handled by an experienced therapist or advisor,
wha will offer suppert in a friendly, non-judgemental manner.

’ ) "= Four-week
@ Bright TV Wisdom s
Mutritional Health Fitness
advice Checks advice
Financial Medical .
@ wellbeing foctsheets Budgeting

_________________________________________________

Your Assistance
Programme

- Stress & anxiety | Free 24 Hour
- Debt Confidential Helpline
- Work

- Addictions
- Relationships & o Siore [ P GoogicPiay
wisdom healthassured.org

Your healthy advantage

Registered Office: The Peninsuia, Victoria Ploce, Manchester, M4 4F8
Reglsterad In Englond. No 6314620

................................................

*Hzalth Assursd defre farmily mambers o5 spausa/p and children agesd 16
16 M4 in full-time education, |i\.li|‘g i the same househalkd
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